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Abstract
Introduction: Most of the occupational therapy profession identifies as white, female
practitioners. The lack of diversity in the profession must be addressed on a national
and state level. Occupational therapy state associations can contribute to the closing of
the gap between cultural humility and cultural competence in occupational therapy
education. State associations provide students and practitioners with resources,
education, and opportunities for professional development. Current DEI literature
promotes the use of the transformative adult learning in continuing education to
increase the self-awareness of practitioners and improve patient-centered care.
Transformative adult learning theory aligns closely with diversity, inclusion, and equity
principles. Continuing education (CE) is vital to the occupational therapy profession
because it reinforces best practices. There is minimal evidence in the literature that
identifies best practices to promote DEI principles in OT continuing education.
Purpose: This capstone project aimed to incorporate DEI principles into a non-profit
occupational therapy professional organization to increase cultural humility practices
within the organization and specifically in CE offerings.
Approach: This quality improvement project consisted of several project activities. The
project focused on educating the Minnesota Occupational Therapy Association board
members on DEI principles and providing recommendations to improve the MOTA
membership experience.
Outcomes: An outcome from the project activities included a lack of understanding on
how to translate DEI practices into practice from both the board members and MOTA
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members. Furthermore, the professional development of MOTA to needs to provide
members with opportunities for self-assessment and reflection regarding DEI.
Recommendations: MOTA as an organization should include DEI practices in CE that
identify one’s own cultural preferences, learn about cultural fluency and cultural humility
practices, and provide continuing education events in which participants leave with a set
of action steps to implement in practice from a DEI lens.
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Introduction
According to the American Occupational Therapy Association (AOTA), nearly
85% of the occupational therapy (OT) profession identifies as White (AOTA, 2021b).
Similar statistics are shown for the demographics of occupational therapy assistants
(Brown et al., 2021). In addition, 77% of OT master's students and 90% of doctoral
students also identify as white and non-white Hispanic (Brown et al., 2021). To address
the lack of diversity in OT the AOTA developed several initiatives to prioritize diversity,
equity, and inclusion (DEI) within the OT profession (AOTA, 2022). In 2018, the AOTA
board of directors expanded its Vision 2025 by adding a pillar of diversity in the vision
statement (AOTA, 2022). In 2021, the AOTA developed a DEI strategic plan to
incorporate actionable steps within the organization that promote inclusivity,
accountability, and authenticity (AOTA, 2021a). As the national professional association
of OT, the AOTA supports state associations in advocating for OT on a state level
(AOTA, 2022). Many state associations have followed in AOTA’s footsteps in creating
DEI strategic plans and mission statements to address the lack of diversity in the OT
profession. State associations provide students and practitioners with resources that
promote professional development through volunteerism, research opportunities,
symposiums, and continuing education (CE) (AOTA, 2022).
CE is important in healthcare professions because it updates and reinforces
knowledge, which ultimately leads to better patient care (DeSilets, 2010). Additionally,
CE is a primary source of professional development within the OT profession.
Professional development, most often through CE, is necessary for maintaining
credentials and sustaining one’s state-level OT license (DeSilets, 2010). CE as a
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mechanism for professional development also aims to improve the quality of patient
care (DeSilets, 2010). Within OT, CE takes on many forms including webinars,
professional development workshops, certification courses, conferences, and fieldwork
education.
In efforts to determine current DEI practices in OT education, a scoping review
was completed (Hill, 2021) (Appendix A). The scoping review was conducted to identify
best models and adult learning theories that align with DEI to incorporate in continuing
education. Minimal research identified the best models for incorporating DEI practices in
CE and professional education training for healthcare professions. Much of the current
research focuses primarily on the nursing profession. The transformational adult
learning approach has the most evidence to support DEI approaches. The
transformational learning theory attempts to increase self-actualization and the
perception of others (Van Schalkwyk et al., 2019). Outcomes of health professionals
that participated in training using the transformational learning approach consisted of an
enhanced awareness of humanistic values such as humility, integrity, and patientcenteredness (Van Schalkwyk et al., 2019).
Within the past five years, research has been conducted to determine current
DEI teaching practices in OT curricula. According to Greiner et al. (2020), five theories
were identified to be the most common in teaching OT students about social
determinants of health and DEI. The five theories included social justice, critical,
competency-based, social accountability, and constructivism (Grenier et al., 2020). The
competency-based approach is the most common approach used in OT curricula to
teach students about DEI (Grenier et al., 2020). Competency-based strategies tend to
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further stereotype diverse populations and do not acknowledge the fluidity of one’s
culture (Agner,2020). DEI within in higher education and healthcare landscapes, the
concepts of cultural fluency and cultural humility are emerging as the new best
practices.
Current DEI approaches are shifting toward cultural humility practices (Agner,
2020). Cultural humility emphasizes lifelong learning and recognizes the power
dynamics that exist in systems that affect BIPOC communities. Cultural humility
identifies the need to acknowledge and address one's own bias to enact positive
change (Agner, 2020). For example, DEI practices that promote cultural competence
focus heavily on the differences between cultures and emphasize knowing all things
about culture. Cultural competence can lead to stereotyping and does not recognize the
importance of identifying explicit and implicit bias (Agner, 2020). The literature also
suggests the need for DEI learning outside the classroom (Grenier et al., 2020). DEI
education must include community or international experiences related to understanding
social determinants of health (Greiner et al., 2020). OT students and practitioners must
be given the opportunity to self-reflect and transform their attitudes and beliefs to
become effective healthcare providers. Diminishing social barriers such as prejudice,
discrimination, and unconscious bias in the therapist-client relationship will enhance the
implementation of evidence-based interventions. To further address the lack of diversity
in the OT profession, state occupational therapy associations can assist in promoting
the shift from cultural competence to cultural humility practices within their CE offerings.
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Purpose
This capstone project aimed to incorporate DEI practices into a non-profit
occupational therapy professional organization to increase cultural humility practices in
continuing education offerings. Incorporating DEI practices into continuing education
presentations will address the needs of diverse patient populations in all practice
settings. In addition, quality improvement project activities will support gains in DEI
knowledge among board members of the professional organization to support
organizational change to increase the inclusivity, diversity, and equity practices within
the organization. Sustainable continuing education materials were revised to include
DEI concepts.
Approach
The Minnesota Occupational Therapy Association (MOTA) is a non-profit state
organization that promotes the professional development of occupational therapy and
occupational therapy assistant (OTA) students, practitioners, and educators in the state
of Minnesota. This capstone project focused on MOTA’s need for a DEI strategic plan
that addressed the lack of representation within the organization and in the field of
occupational therapy. Best practices in organizational change related to DEI begin with
quality improvement and needs assessment work (McLean & Company, 2020). A needs
assessment was conducted to formulate the action plan for this approach (See
Appendix B for additional information). A quality improvement project application was
submitted to the St. Catherine University Institutional Review Board (IRB) and was
approved for the project activities.
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Participants
The primary stakeholders directly involved in the capstone project activities were
the executive board members and members of MOTA. MOTA members include
OTAs/OTs, OT/OTA students, and OT educators. There are approximately 4,000
occupational therapy practitioners in the state of Minnesota and 567 are members of
MOTA. Members of MOTA pay an annual fee to gain access to membership benefits
such as discounted continuing education presentations, job boards, special interest
groups, legislative updates, and opportunities to speak at professional events. The
MOTA board members consist of the president, district coordinator, treasurer, VP of
advocacy, VP of promotions, VP of professional development, and the MOTA
administrator. All members of the MOTA board are licensed occupational therapists
through the state of Minnesota and are elected to their positions by MOTA members.
MOTA board members serve in their elected roles as volunteers without compensation.
Procedures and Analysis Methods
In order to gather information to assess the current DEI knowledge within the
MOTA organization and to uncover gaps and challenges in their work several project
activities were completed. These activities aimed to gather information from various
stakeholder groups to provide the MOTA executive board with a comprehensive picture
of their organization from a DEI lens. Several activities focused on continuing education
within the organization as continuing education updates and reinforces knowledge and
is related to positive client health outcomes (DeSilets, 2010).
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Membership Satisfaction Survey
A questionnaire was developed to assess current MOTA membership
satisfaction of continuing education presentations and collect the demographics of the
current MOTA members. The questionnaire consisted of seventeen questions (See
Appendix C) which included sixteen close-ended questions and one open-ended
question. Findings from the survey data were used to provide education and
recommendations to the MOTA executive board and MOTA professional development
committee through descriptive statistical analysis and categorical analysis of the openended item.
NYSOTA JEDI Committee Interview
An interview was conducted with the New York State Occupational Therapy
Association (NYSOTA) justice, equity, diversity, and inclusion (JEDI) committee to gain
effective action-based DEI strategies. The NYSOTA committee shared resources to
assist MOTA in incorporating DEI initiatives within the organization. This information
was included in the development of the evidence brief, focus group education, and
virtual presentation application revisions.
Review of Past Continuing Education Videos
A thorough review of past continuing education presentations was completed to
identify commonalities, successful delivery methods, evaluate the organization of the
content, and potential barriers to the retention of members. An outline was developed to
assess the content (See Appendix D). A total of seven continuing education recordings
were reviewed. The outcomes were compiled and shared with the MOTA executive
board and the MOTA professional development committee.
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Evidence Brief of Best Continuing Education Practice Models
An evidence brief was created to synthesize current literature related to
continuing education practice models. The purpose of an evidence brief is to outline
research findings in a digestible format (Writing an executive summary, n.d). A total of
twenty-two articles were collected related to the research topic and twelve articles were
reviewed to develop an evidence brief. Two practice models were identified from this
literature search deemed relevant to the needs of MOTA and this capstone project. The
evidence brief included information on use of the transformative learning theory for
MOTA (See Appendix E). Articles obtained during the scoping review were included.
Articles related to transformational learning theory and cultural humility and those
related to adult learning and professional development of healthcare workers were
prioritized for this evidence brief.
DEI Focus Group
MOTA executive board members participated in an online focus group and
education session developed to assess the DEI knowledge of MOTA board members.
Seven focus group questions were developed and embedded in the focus group
presentation (See Appendix F). Additionally, the presentation included education on DEI
concepts and theories (See Appendix G). Information from the membership survey,
literature review, and interview with the NYSOTA JEDI committee were used to inform
the education presented in the focus group. Feedback from the focus group was used to
assist with the development recommendations for a DEI strategic plan shared in an
executive summary for the organization (See Appendix H).
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Updated Virtual Presentation Application
The virtual presentation application is an outline submitted by prospective
presenters who are interested in leading a continuing education course. The application
gets reviewed by the professional development committee of MOTA, which oversees
the continuing education presentations. A review of evidence collected for the
development of the evidence brief, feedback from the MOTA membership survey, and
feedback from the focus group led to recommended revisions to the CE programming
process for MOTA. Recommendations included a DEI heading and the incorporation of
an evidence-based continuing education model in the virtual presentation application
(See Appendix I).
Results
Membership Satisfaction Survey
The membership satisfaction survey consisted of 16 multiple choice questions
and one open-ended question. There was a total of 53 responses to the membership
satisfaction survey (approximately 10% of MOTA members). According to the survey,
81% of the respondents identified as occupational therapists, and about 64% percent of
the respondents are employed full-time. 100% of the participants speak English as their
first language and 94.3% of the respondents are female. Most of the respondents
identified their ethnicity as Caucasian at 96.2%. The distribution of participants across
age groups was fairly even with those in the typical student or early clinician age (18-24
years) as the most discrepant at about 2%. Finally, in terms of demographics of the
respondents, the majority (66%) have been members for 5 years or more. The
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remaining questions asked participants about the satisfaction with and utilization of
services and benefits provided by MOTA to its members.
Membership Benefits and Experience Items
41.5% were somewhat satisfied with the membership benefits, 28.3% were very
satisfied, 24.5% were neutral, and 5.7% were somewhat dissatisfied. 30.2% of
respondents use their membership benefits frequently, whereas the majority of
respondents use them infrequently (54.7%), were not aware of the benefits (7.5%), or
do not use the benefits (3.8%). There was a variety of preferences indicated as the
“best membership benefit”, however the majority of respondents (56.6%) reported
continuing education as the best membership benefit. It should be noted the second
highest frequency response was “I’m unsure” which aligns with the percentage of
neutral responses about satisfaction with benefits and percentage of respondents who
were unaware of or don’t use benefits available. See Figure 1 for more details on
responses related to membership benefits.
Figure 1
Respondent identification of best membership benefit that MOTA offers

Continuing Education

Job Board

Special Interest Groups

Legislative Updates

Newsletter

Discounts

Opportunities to speak at events

I'm unsure

Note. This figure shares the identified best membership benefits shared by MOTA
member survey respondents (n=53).
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29 out of the 53 participants responded to the open-ended question: “What
suggestions do you have for improving the membership experience?”. Four themes
were identified from the open-ended question responses: 1) student involvement, 2)
professional development, 3) membership benefits, and 4) organizational structure.
Participants stated satisfaction with the ability to join special interest groups and obtain
discounted rates for continuing education. Respondents stated dissatisfaction with the
lack of in-person events. Several participants expressed the desire for live networking
opportunities such as conferences and SIG meetings. One participant suggested that
the leaders of SIG be more involved in the recruitment of new MOTA members.
There were several responses related to the organizational structure of MOTA.
While 75.5% of respondents indicated they were very satisfied (47.2%) or somewhat
satisfied (28.3%) with the frequency of communication of MOTA, short answer
responses indicated areas for improvement in communication. For instance, participants
indicated a lack of communication from the organization regarding legislative updates,
board meeting discussions, membership benefits, and membership support and
recommended frequent communication with members via email or a formal newsletter
and updates to the website (See Appendix H for additional details shared on this area
with the MOTA Board through the executive summary).
For student involvement, participants stated that they were either pleased or
displeased with the amount of student involvement within MOTA. There were two
survey responses that suggested more opportunities for students in MOTA outside of
continuing education. The final area of thematic information from the short answer item
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was in the area of professional development opportunities. That information is outlined
next along with the scaled item ratings related to professional development.
Professional Development Items
34% of respondents either frequently (28.3%) or very frequently (5.7%) attend
professional development events; 41.5% occasionally attend professional development
events; and 24.5% of respondents rarely (13.2%), very rarely (7.5%), or never (3.8%)
attend professional development events. 55% of the participants agreed that the
professional events aligned with the current scope of the occupational therapy
profession and were relevant to all practice settings. About 53% of participants agreed
that the presenters were engaging. Lastly, 32.1% of the participants agreed that the
professional events aligned with the needs of diverse clientele in their current practice
settings. See Table 1 for additional information on participant attitudes and perceptions
of the professional development offerings that MOTA provides.
Table 1
Respondent attitudes towards professional development offered by MOTA
SA

A

U

D

SD

The professional events align with the
current scope of occupational therapy
profession and are relevant to all practice
settings.

15.1%
(n=8)

54.7%
(n=29)

20.8%
(n=11)

7.5%
(n=4)

1.9%
(n=1)

The professional events align with the
needs of the diverse clientele in my
current practice setting.

11.3%
(n=6)

32.1%
(n=17)

34%
(n=18)

22.6% 0%
(n=12) (n=0)

The presenters at the professional
18.9% 52.8% 26.4% 1.9%
0%
presentations are engaging.
(n=10) (n=28) (n=14) (n=1)
(n=0)
Note. For all items (n=53). SA= Strongly agree, A=Agree, U=Undecided, D= Disagree,
and SD= Strongly disagree.
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Professional development or continuing education was a prevalent theme
throughout the open-ended survey responses. MOTA members expressed
dissatisfaction with the quality, frequency, and administration of professional
development events. Specifically, members responded with recommendations on how
to improve professional development seminars. Recommendations to improve
professional development included 1) incorporating a wide range of topics, 2) recruiting
experienced presenters, 3) providing practical applications, and 4) considering all OT
practice settings. Respondents suggested fewer continuing education presentations
centered around student research/projects. The participants expressed satisfaction with
the accessibility of continuing education through online meeting platforms. Specifically,
three members stated their appreciation for the opportunity to gain continuing education
credits through a virtual platform due to their geographic location and physical
abilities. See Appendix H for additional details on professional development themes
shared with the MOTA executive board based on the survey responses.
Focus Group
Six out of the nine MOTA board members were present for the virtual focus
group event. The focus group consisted of a presentation and seven questions tailored
to determine current attitudes about DEI, understanding around DEI concepts and DEI
strategic planning. Participants were asked to respond to the questions through a Jam
board prior to and after the presentation. No new comments were shared after the
presentation. Three themes emerged from the focus group questions. The first theme
was identified as lack of cohesion amongst board members in relation to DEI knowledge
and generally introductory level knowledge of DEI. For instance, definitions and benefits
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of inclusion and diversity included terms such as “belonging”, “everyone’s voice is
heard, valued, and considered”, “equal ground”, “differences [brought] to the whole”,
and without it “our programming [is] weaker”. At the same time terms and concepts such
as “equity” and the differentiation of equality and equity, identification the range of topics
that fall into diversity versus “everyone has a uniqueness”, “intersectionality”, and
“allyship” were not included in the pre-presentation responses and were not added as
new learning in the post-presentation response opportunity though they were covered
during the presentation. The second theme identified was the limited understanding of
how DEI concepts can be translated into practice within their organization. Several
comments revolved around the lack of diversity in the organization as it stands linking
increased diversity to the ability to do DEI and increasing diversity in the organization as
the main strategy to address DEI. The final theme identified was an overall lack of
diversity within the board and organization. While these barriers or areas for growth
were identified, responses did indicate a desire to do this work and make it a priority, an
openness to learning, and a willingness to engage with other organizations to help
move their organization forward in DEI. See Table 2 for quotes to reflect responses in
each theme and Appendix H on focus group findings shared with the MOTA executive
board.
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Table 2
Thematic results of pre-presentation participant responses to focus group questions
Theme
Introductory levels of
knowledge on DEI
concepts

Examples
“Everyone on equal ground regardless of ability or
differences”
“Belonging”
“Accepting everyone as being equal and not making
decisions based on race or sexual preferences”
“Giving everyone the opportunity to participate to the
highest of their ability on their terms”
“Each member of the group has unique qualities and
characteristic. These are valued.”
“Much broader than most of us think. MOTA gap [in
diversity] is lack of OTA members”
We “lack … experience/knowledge in this area”
“We do not have an intentional system to foster diversity”
“We do not know what we do not know”
Lack of understanding of “implicit bias”

Limited understanding of
how to translate DEI
concepts into practice
within the organization

“We limit our understanding of the person to physical
abilities” as a barrier and “coming at [interactions with
clients] from a place of curiosity” as a solution
“Limitations with implementation and consistency”
“Membership believing not a priority of work” as a barrier
to implementation
We are “tempted to start at much too high of a level (excontent to understand the cultural humility piece)”
Not “knowing where to start or being comfortable with not
knowing and just jumping in”

Concern for lack of
“Current lack of diversity”
diversity and diverse
“We have a lack of diverse voices. We lack diversity.”
voices within the
“Homogony limiting the perspectives we offer”
organization and board
“Profession in general does not have a lot of diversity
Note. Examples from focus responses in each of thematic categories across all
questions found in the analysis process.
Final Materials for MOTA
As a way to bring all of these outcomes to the MOTA executive board, several
materials were finalized for the board of directors. This included 1) The Evidence Brief
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on Transformational Learning Theory (See Appendix E); 2) A Synthesis presentation to
the MOTA Board of Directors (See Appendix K), 3) An Executive Summary including
background information, scoping review themes and resources, recommendations from
NYSOTA JEDI, thematic findings from survey and focus groups, and recommendations
for next steps for the organization (See Appendix H), 4) Recommendations for changes
to their Continuing Education Offering Application Form (See Appendix I) and survey
questions for evaluation as they implement the new Continuing Education Offering
Application Form (See Appendix J), and 5) Final Poster Presentation of the Project (See
Appendix L).
Implications and Recommendations
Minnesota Occupational Therapy Association
This capstone project aimed to incorporate DEI practices into a non-profit
occupational therapy professional organization to increase cultural humility practices in
continuing education offerings to support DEI change in the organization as a whole.
Several procedures were completed to collect data from current members and identify
areas of development in relation to improving DEI practices within the organization.
Based on the results from the membership satisfaction survey and focus group several
recommendations were developed to assist MOTA. Recommendations include:
1. Increasing the variety of professional development offerings to include
more practice settings and to include more practitioner presenters,
2. Determining recruitment efforts to support increased membership and
participation among occupational therapy assistants and continuing
education targeted at that population
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3. Working to members to identify opportunities to increase inclusive
practices to support members feelings of belonging within the organization
4. Utilization of knowledge gained from the JEDI conversations to support
drafting strategic goals and action steps for MOTA targeted at DEI and
increasing engagement with the JEDI team and other professional
organization to learn from them and grow (See Appendix X for additional
information on these recommendations)
5. Based on the responses from the focus group and the identified gaps in
knowledge around DEI concepts and how to implement DEI at an
organizational level, MOTA would benefit from consultation with a trained
expert in Diversity, Equity, Inclusion, and Wellbeing to assist with the
initiation of MOTA DEI strategic planning, execution of the goals
development, and ongoing assessment mechanisms
The targeted audience of this project were occupational therapy practitioners that
are members of MOTA. It is recommended that the organization provide opportunities
for their presenters and members to self-reflect on their own understanding of DEI and
to offer specific continuing education and professional development to its members on
DEI practices including 1) identifying one’s own cultural preferences, 2) learning about
cultural fluency and cultural humility practices, and 3) providing action oriented
continuing education events in which participants leave with a set of considerations or
action steps to implement in practice from a DEI lens.
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Occupational Therapy Profession
The occupational therapy profession is in its beginning stages of shifting from
cultural competence to cultural humility practices. The national organization of OT
(AOTA) has created several initiatives to address the lack of diversity within the
profession. The organization has created resources and toolkits to help therapists
increase awareness of how prejudice, discrimination, and social injustice negatively
impact OT students, educators, therapists, and the populations receiving OT services.
Based on this project, it is highly recommended that AOTA develop DEI resources and
toolkits for professional state associations. This will help further align the leaders the
within the OT profession to support practitioners and students across the country in DEI
practices, ultimately resulting in better care for clients. It should be required that all state
associations follow in the steps of the national association in relation to DEI strategic
plans.
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Appendix A: Scoping Review
Introduction
Rationale
Professional organizations and institutions struggle to find diversity and inclusion
practices that translate into practice. This has resulted in diversity training burnout in
health professions. Diversity and inclusive training have become repetitive and often are
not customized to meet the needs of the populations being served. Secondly,
corporations and institutions have not been successful in creating genuinely inclusive
environments for their stakeholders (Kim, 2020). The combination of both factors has
resulted in the need for diversity and inclusion efforts to be considered in the planning
stages of change initiatives (Kim,2020). Occupational therapists have frequent contact
with diverse populations more than other health professions (Taff & Blash, 2017).
According to the American Occupational Therapy Association (AOTA) (2020), “The
profession is mostly white (84%) and female (91%)” (p.7).
Incorporating diversity, inclusive, and equity approaches in educational methods,
such as continuing education and presentations, are essential to increasing cultural
sensitivity. Efforts to promote cultural sensitivity and cultural humility must continue to
be prioritized on state and national levels. The AOTA has developed several initiatives
to prioritize diversity, equity, and inclusion in the occupational therapy (OT) profession
(American Occupational Therapy Association [AOTA], 2021a). In October 2018, the
AOTA board of directors expanded its Vision 2025 by adding a pillar of diversity in the
vision statement (AOTA, 2021a). The pillars of the 2025 Vision were built upon the
Centennial vision created to celebrate 100 years of the occupational therapy profession
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and further advance practices and initiatives in the OT profession (AOTA, 2021b). The
pillars of Vision 2025 were created to help communicate the core principles of Vision
2025 to key stakeholders (AOTA, 2021c). Key stakeholders are OTs, occupational
therapy assistants (OTA’s), educators, students, consumers, policymakers, and the
public (AOTA, 2021c).
This scoping review topic aligns with two of the AOTA Vision 2025 pillars. The
pillar of “Equity, Inclusion, and Diversity” states “We are intentionally inclusive and
equitable and embrace diversity in all its form” (AOTA, 2021c). These two pillars are the
reinforcers for this scoping review project because it seeks to produce therapists that
embrace diversity and improve translation of knowledge to the Vision 2025 key
stakeholders.
Background Literature
The MOTA was established by the Glen Lake Sanatorium in the year 1962 and
the purpose of this group was to promote the practice, education, and research in the
field of occupational therapy (MOTA, 2017). Initially, the primary responsibilities of the
MOTA were to develop the occupational therapy curriculum for the University of
Minnesota (MOTA, 2017). Since the development of several OT and OTA programs in
the state of Minnesota, the MOTA responsibilities have shifted (MOTA, 2017). MOTA
serves as a liaison between therapists and AOTA (MOTA, 2017). The relationship
between the MOTA and AOTA is maintained through the MOTA’s president’s
participation in the Committee of Affiliated State Association and representatives
elected by the AOTA membership within Minnesota (MOTA, 2017). The members of the
MOTA consisted of OTs, occupational therapy assistants, educators, and students.
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Prospective members voluntarily seek out affiliation for reimbursement of OT
services, legislation, research, credentialing, and continuing education (MOTA, 2017).
The Minnesota Board of Occupational Therapy requires occupational therapists to
acquire 24 hours of continuing education in a two-year licensure period (Minnesota
Board of Occupational Therapy Practice, 2020). Occupational therapist assistants are
required to acquire 18 hours of continuing education in the two-year licensure period
(Minnesota Board of Occupational Therapy Practice, 2020). Active members of the
MOTA rely on the state association to complete the state requirements for continuing
education hours. Since CE courses are targeted towards health professions, adult
learning theories will be examined in this scoping review.
The literature currently identifies six theories for adult learning. Andragogy,
experiential, and self-directed learning theories are common research areas for
designing CE delivery methods (DeSilets, 2010). Andragogy theory states that adults
are the most interested in learning about things that have immediate relevance (Malik,
2016, p. 49). Andragogy theory also states adult learners need to apply learning
principles to problem-solving (Malik, 2016, p. 49). Experiential learning consists of four
core concepts, active involvement, reflection upon practice, comprehension of the
experience, and translation of knowledge from the experience (Taylor & Hamdy, 2013,
pp. e1562-e1563). Self-directed learning is conceptualized from the internal motivation
of an adult learner (Taylor & Hamdy, 2013, p. e1562). The core principles of SDL are
derived from elements of self-management (Taylor & Hamdy, 2013, p. e1562).
Limitations to the adult learning theories include a lack of inclusivity, universal design,
and consistency across the different types of adult learning theories.
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Transformational learning theory is not commonly used in continuing education
design. The transformational learning theory attempts to change assumptions,
expectations, and beliefs through problem-solving, self-reflection, and procedural tasks
(Malik, 2016, p. 49). Transformational learning theory has the potential to change past
learning theories to become more inclusive, open, and reflective (Malik, 2016, p. 49).
Transformational learning theory could be a gateway to including diversity and inclusive
practices in CE. Advocacy research is also limited regarding advocacy for inclusive
practices through continuing education. Advocacy efforts in healthcare are tailored
towards the needs of students pursuing health careers and patients.
A scoping review will further investigate additional gaps and trends in diversity
training models, as well as promote advocacy practices in CE. Lastly, a scoping review
will explore the role of advocacy in professional organizations as it relates to
professional development. The outcome of this scoping review will consist of best
practices in continuing education to advocate for the needs of diverse populations. This
scoping review supports the mission and vision of the MOTA, which is responsible for
providing CE resources for OTs licensed in the state of Minnesota.
Objectives of the Scoping Review
The purpose of this scoping review was to identify current diversity, equity, and
inclusive (DEI) practices in the field of occupational therapy to inform the development
of continuing education guidelines for the Minnesota Occupational Therapy Association
(MOTA). Secondly, this literature review was conducted to identify the best strategies
to incorporate DEI practices into continuing professional development.
Method For Conducting the Systematic Review
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Database Search
A search for preliminary evidence was conducted using CINAHL Plus Full Text,
ProQuest Education, and PubMed. Key search terms included occupational therapy,
health professionals, nursing, healthcare provider, continuing education, professional
development, teaching, lifelong learning, education, diversity, cultural awareness,
advocacy, cultural humility, culture, transformative learning, transformational learning
theory. Limitations included in the search parameters included literature within the last 2
to 10 years, selecting the full text, peer-reviewed, randomized control trial (RCT),
systematic review, and nursing journal. Additional subjects were selected in the search
parameters such as occupational therapy, continuing education, higher education, and
professional development.
The primary evidence yielded a total of 1,848 articles of which 19 were relevant.
Fifteen of these articles were chosen for a literature review. Article selection was based
on relevance to scoping review questions and stakeholders. Articles that provided
information for populations like occupational therapy were selected as well as articles
that provided evidence to improve the professional development of healthcare
providers. Additionally, articles that referenced transformational adult learning theory
transformative learning and cultural considerations in changing healthcare
professionals’ perspectives were selected.
Alternative Search
A search of secondary literature was conducted using the American Journal of
Occupational Therapy (AJOT.org), and citation searching of the 19 articles selected
from the primary databases of CINAHL Plus Full Text, ProQuest Education, and
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PubMed. Primary search terms were diversity, culture humility, education, inclusion,
learning, and theory. Limitations in the search parameters included “education for OTs
and OTAs”, continuing education, education, and occupational therapy. Additional
limitations were included in the parameters of the AJOT database. Articles selected for
citation searching included articles from the past 10 years and limited terminology in the
title such as scoping review and literature review.
The secondary literature search yielded 402 articles of which 10 were found to be
relevant. Article selection was based on relevance to scoping review questions and
stakeholders. Articles that provided information for populations like occupational therapy
were selected as well as articles that provided evidence to improve the professional
development of healthcare providers. The selection of articles was based on the AOTA
Vision 2025 and the diversity and equity initiatives of the Minnesota Occupational
Therapy Association (MOTA).
Results
The search resulted in eighteen sources, including primary and grey literature.
Three of the eighteen articles were categorized as primary review articles, six articles
were categorized as reviews of research articles, and six articles were categorized as
conceptual or theoretical studies. Three of the eighteen articles were sources from grey
literature. Fifteen of the articles underwent an initial appraisal, consisting of a critique of
the abstract, author credentials, sponsoring organization, funding, and relevance to
occupational therapy. Three of the articles underwent a critical appraisal process,
consisting of critiques of methodology, types of level of research, the credibility of
evidence, and relevance to the scoping review question.
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Of the eighteen, six of the articles originate from the United States, four of the
articles originate from Canada, one article from Scandinavia, one from Australia, one
from Britain, and one from Latin America. The articles published in the United States
consisted of research initiatives aimed to improve cultural humility practices amongst all
healthcare professionals. Proposed DEI models and initiatives in continuing
professional development consisted of two out of the six articles published in the United
States. These articles were developed for the implementation of the nursing profession.
Studies originating outside of the United States consisted of model proposals and novel
strategies to improve the quality of cultural sensitivity approaches in specific areas of
practice. One quantitative study was conducted in Scandinavia, and one was
conducted in Latin America. Both studies addressed specific rationale and findings for
improving the field of occupational therapy.
Discussion, Limitations, And Conclusions
Findings from this scoping review reinforce the paradigm shift from cultural
competency to cultural humility. Cultural competence approaches are still embedded in
DEI literature as the main teaching approach in educational and clinical settings. There
is minimal evidence supporting the effectiveness of cultural competency practices, but it
is still being promoted across organizations and institutions. Authors have made
arguments about incorporating cultural humility practices in DEI teachings, but no
research has been conducted to support the benefits of these practices. Researchers
believe that the resistance to switching paradigms is due to deeply rooted beliefs of
western medicine, which uphold white supremacy ideologies. Many institutions and
organizations are not being held accountable for these practices. Yet, white supremacy
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principles negatively affect the overall wellbeing of diverse groups and do not consider
intersectionality. Another explanation for the continued use of competency-based
approaches is the amount of time it takes to understand and implement change in
practice. It takes several years for clinical practice to get caught up to current trends.
To complicate matters further, occupational therapy is not a diverse profession.
Many of the authors conducting DEI research are from diverse backgrounds or do not
reside in the United States. The articles deemed the most relevant to this scoping
review question were written by Canadian practitioners. Further DEI research in the
Canadian occupational therapy literature could be the result of their universal healthcare
system. Canadian therapists could be exposed to racial health disparities that are not
correlated with the structure of their healthcare system. The lack of DEI research is
problematic because cross-cultural interactions are persistent in the United States
healthcare system. Concerning continuing education, transformative adult learning
approaches have strong evidence to support the benefits of self-reflection in healthcare
education that provokes change in the student, practitioner, and patient outcomes.
The purpose of my scoping review question was partially answered due to the
minimal literature available discussing both continuing education and diversity teachings
in occupational therapy. The meaning of these findings further supports the Minnesota
Occupational Therapy Association (MOTA) diversity initiatives. This capstone project
will increase knowledge translation and incorporate cultural humility practices in
continuing education offerings. This research will act as a guide in the creation of
educational materials for occupational therapy practitioners to promote cultural
sensitivity and safety in clinical practice.
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Implications
Transformative learning approaches in continuing education can promote
knowledge translation and increase patient-centered care. TL has the potential to
increase self-actualization which could ultimately lead to positive professional
development (Van Schalkwyk, 2019). TL provides evidence to support actionable
change (Van Schalkwyk, 2019). Due to TL prevalence in healthcare education,
occupational therapy professionals could easily apply TL principles to OT models and
frames of reference. Implications for education include incorporating a critical paradigm
and social justice approach in the occupational therapy curriculum. Exposing students
to diversity in their community could increase their self-awareness, understanding of
social determinants of health, reference, intersectionality. Implications for the capstone
project include increased efforts in understanding the needs of diverse populations in
Minnesota. Incorporating Guest speakers, volunteer experiences, and mentoring in
continuing education offerings could act as initiatives to increase social accountability.
Limitations
Limitations to this research consisted of small population sizes, country of origin
bias, quality of evidence, unexplained methodology practices. The studies reviewed for
this study were mostly scoping reviews and literature reviews. The basis of the
information presented in this article was dependent on the analytical skills of the
researchers. Additionally, articles in this study addressing the improvement of
continuing education were created for all healthcare professionals. There were no
studies included that discussed the improvement of continuing education in
occupational therapy.
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Recommendations
Future recommendations for DEI studies in occupational therapy include
increased efforts to investigate current cultural humility practices being used in clinical
practice. Additionally, qualitative, and quantitative research should be conducted to
increase evidence supporting diversity initiatives on state and national levels.
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Appendix B: Needs Assessment

Student Name

Diamond Hill

Primary Area of In-Depth
Exposure

Education

Secondary Area of InDepth Exposure

Advocacy

Working Title of Doctoral Advocating for the needs of diverse populations through continuing
Capstone Project

education: An occupational therapy approach

Capstone Mentor name
and credential

Terri Anne Jones PhD, OTR/L

Capstone Mentor role
and expertise

District Coordinator and Site Coordinator

Capstone Site

Minnesota Occupational Therapy Association

Capstone Faculty Advisor Stephanie de Sam Lazaro
Date

4/19/2021
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Part 1: Description of the Organization or Community
Description of Organization/Community
The Minnesota Occupational Therapy Association (MOTA) is a state-wide
professional organization that promotes the professional development of occupational
therapists and advocates for the measures required to sustain occupational therapy
services (MOTA, 2017). MOTA is membership-based organization and participation is
voluntary (MOTA, 2017). MOTA’s mission statement includes their commitment to
servicing occupational therapists in every practice setting throughout the state of
Minnesota (MOTA, 2017). The MOTA is committed to the political, educational,
communicative, and professional needs of its members (MOTA, 2017).
The primary stakeholders include the president and board members of the MOTA
include, Minnesota OTAs/OTs, OT students, and patients receiving OT services. The
secondary stakeholders include hospital systems/organizations, public and private
school systems, local politicians, and the public.
The MOTA was established in 1922 and the organization was created to promote
practice, research, and education within the occupational therapy profession (MOTA,
2017). The organization initially began in the Glen Lake Sanatorium and was created to
support the development of the occupational therapy program at the University of
Minnesota (MOTA, 2017). The MOTA currently consists of the executive board which
consists of the president, district coordinator, treasurer, VP of advocacy, VP of
promotions, VP of professional development, MOTA admin, and the MOTA
administrator.
The MOTA is associated with the American Occupational Therapy Association
(AOTA) and works as a liaison between its members and the national association
(MOTA, 2017). The MOTA maintains it relationship with AOTA through the president’s
participation in the Committee of Affiliated State Association Presidents and
representatives elected by the AOTA membership in the state of Minnesota (MOTA,
2017). Additionally, MOTA relies on their AOTA representative, professional
development chairs, district chairs, special interest groups, and student representatives
to communicate to assist with the professional advancement of the MOTA members.
Reference: Minnesota Occupational Therapy Association [MOTA] (2017). Mission &
History. https://www.motafunctionfirst.org/our-missions-history
Primary Goal: #1: Incorporate Diversity, Equity, and Inclusive (DEI) practices within
continuing education presentations that consider the needs of OTs and diverse patient
populations in all practice settings.
Strategy: A policy and procedure will be developed to incorporate DEI practices into
continuing education (CE) presentations and seminars. The primary goal of this policy
and procedure is to serve as a guideline for prospective presenters. The policy and
procedure will require presenters to consider the social determinants of health of the
selected population within their presentation topic. Presenters will be provided with
basic knowledge about DEI concepts and presenters will be required to apply the

40

information to their selected topic. The policy and procedure will provide presenters with
discussion points that include DEI terminology. A brief literature review will be
conducted on evidence-based models/theories being used in CE to support the need for
this policy procedure.
Primary Goal: #2: Develop strategies to recruit prospective members of the MOTA and
retain membership of current students/practitioners.
Strategy: Interviews will be conducted with current occupational therapy state
association presidents to increase association membership. The interviews will be
conducted to gain effective recruitment strategies with associations that have large
membership populations. Past recordings of CE courses will be thoroughly reviewed to
identify commonalities, successful delivery methods, evaluate the organization of the
content, and potential barriers to the retention of members During this project, MOTA
will collaborate with OTA programs to recruit OTA students and professionals through
virtual in-services. This will align with MOTA’s goal to increase its presence within the
OTA community throughout all practice settings.
Primary Goal: #3: Develop and Implement a needs assessment to collect data on
current membership satisfaction and identify DEI interests within the MOTA executive
board.
Strategy: Develop a needs assessment using an online survey tool to assess the
needs of current members. The survey will be distributed via email and responses will
be recorded through Survey Monkey. Questions included on the survey will be about
current CE presentations, preferred communication methods, and overall membership
satisfaction. The survey will be distributed over a period of two weeks and common
themes will be determined based on the responses of the members. This information
will be summarized and shared with the MOTA site coordinator and president of the
association. The information from this survey will be used as resource during the
development of the DEI policy and procedure for CE presentations. Secondly, a focus
group consisting of the executive board members will be led by the Capstone student.
The student will lead an open discussion about the current DEI needs within the MOTA.
The information collected from this focus group will be analyzed. The student will
research and provide appropriate resources to support the executive board members in
their future DEI initiatives.

Part 2: Preliminary Information and Resources for Learning about a
Priority/Need/Issue
Internal Information and Resources
Name of Information or Description of Information or Resource
Resource
Kimberly Anderson,
Kimberly Anderson is the former chair of
OTR/L, CHT
the Health and Equity SIG within the
Former Chair of Health MOTA. An informal interview was
and Equity SIG
conducted during the summer of 2021.
This interview was conducted during the

Brief Summary of Key Learning
The Health Equity SIG was
created to incorporate DEI
initiatives into the MOTA. The
groups main focus was address
D & I issues throughout Ramsey
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MOTA website
“Professional
Development” tab

MOTA website
“About MOTA” tab

systematic review course in the OTD
sequence at St. Catherine University.
The interview consisted of questions
about Kimberly’s former role as the
chair of the Health and Equity SIG.
The professional development tab
provides resources for continuing
education in the state of Minnesota. The
tab also provides licensure requirements
and NBCOT renewal requirements. This
information tab lists the disclosure
policy related to CE and information on
release of learner records.

County. Before Kimberly’s
departure from her role she
played a role in initiating a
strategic plan for the MOTA.

The MOTA website provides members
and prospective members with the
mission, history purpose of the
organization. The website also provides
information on the organizational
leadership. The website provides
members with resources about how to
join MOTA, state licensure laws, and
NBCOT renewal requirements.

The MOTA’s main purpose is to
enhance the professional
development of OTs, students,
and OTA’s.

External Information
Name of Information or Resource
Equity, Diversity, and Inclusion: Action Toolkit for
Organizations
https://www.apha.org//media/files/pdf/affiliates/equity_toolkit.ashx

Beyond the Board Statement: How Can Boards Join the
Movement for Racial Justice? (part one and part two)

The professional tab provides
members and non-members
with resources related to past
and future CE presentations.
The tab also states that
members can request records
of CE courses from the past
seven years.

Description of
Information or Resource
This file serves as an
interactive toolkit for
small non-profit
organizations to develop
DEI initiatives within
their organization. The
toolkit connects board
and staff members to
resources for EDI
imbalance.

This webinar discusses
how board members
can take a deeper look
into racial justice issues
in their communities.
The webinar provides
board members with
tools on how to

Brief Summary of Key
Learning
Organizations can
lack the
understanding of
certain components
of DEI. This toolkit
provides the initial
steps to starting
initiatives. Assessing
the current climate of
staff and board
members is vital to
the DEI process.
This is a two-part
webinar that
discusses strategies
board members can
take to address racial
justice within their
communities.
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incorporate actionable
steps within their DEI
initiatives and discusses
potential barriers to
effective DEI goals.
AOTA DEI Strategic Plan Report
The AOTA strategic plan
https://www.aota.org/is a public report that
/media/corporate/files/aboutaota/dei-strategicoutlines the DEI goals
plan-report.pdf
and initiatives of the OT
profession at a national
level. The plan was
created by the AOTA DEI
task and four focus
areas were developed to
be addressed within the
next 3-5 years.
Agner, J. (2020). Moving From Cultural
This research article
Competence to Cultural Humility in
addresses the need for a
Occupational Therapy: A Paradigm Shift.
shift from cultural
The American Journal of Occupational
competence in the OT
Therapy, 74(4), 7404347010–
profession and how to
7404347010p7.
address DEI needs with
https://doi.org/10.5014/ajot.2020.038067 an unbiased approach.

The AOTA strategic
plan identifies action
plans and strategies
to promote inclusivity
amongst diverse
members and OT
professionals.

Cultural competency
trainings should be
excluded from
current DEI practices
in OT.

Gaps in Learning:
• Best practices of continuing education methods for OTs and or healthcare professionals.
• Data on the demographics of OTAs in the state of Minnesota’
• Information on the primary method OTs/OTAs use to obtain CE credits
• Research that suggests online CE are just as impactful as in-person seminars
• Level of understanding of DEI concepts within the MOTA executive board.

Part 3: Informational Interviews
Interview Questions:
1. What is your role/responsibilities within the MOTA? Why did you choose this
role?
2. What current DEI initiatives exists within MOTA? What do you feel is still
missing?
3. What specific DEI goals do you have for MOTA within the next five years?
4. How do you decide what to present as CE presentations? Who is involved in the
process?
5. Why do you believe it is important for therapists and students to be involved in
state and national professional organizations? (AOTA, MOTA)
6. Additional comments and or questions?
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Summary of Interview One:
Terrianne Jones PhD, OTR/L, MOTA District Coordinator & Capstone Site Mentor
Per Terrianne’s report, DEI has been on MOTA’s radar for a while. Terrianne’s
role in the MOTA as the district coordinator is to connect OTs in different regions. She
believes that there is a lack of representation throughout the OT profession and
believes DEI initiatives should be implemented on a systematic level. Terrianne states
the MOTA is missing a DEI infrastructure within the current CE guideline. The current
CE template only requires presenters to have evidence-based materials that relate to
the OT profession. Applying DEI concepts and SDH to the CE template will allow
presenters to provide knowledge that relates to the diverse populations receiving OT
services. Terrianne states the OTA community is the most diverse in terms of ethnicity,
age, and career backgrounds. The MOTA is hoping to increase its presence in the OTA
community because the OTA community could bridge the gap between MOTA and the
lack of representation.
Summary of Interview Two:
Kris Wilson MA, OTR/L, MOTA president
As president Kris’s primary role is to act as a liaison between members and the
AOTA. Initially, Kris’s goal as president was to increase MOTA’s virtual presence. This
goal was met by allowing professionals to present CE seminars online via the MOTA
website. The MOTA has recently started conversations about the development of a DEI
strategic plan. Kris recognizes the health and equity special interest group is the first
DEI initiative that has been implemented in the MOTA. The health and equity SIG has
provided MOTA with resources to support black lives and strategies to promote antiracism. Additionally, MOTA’s online presence has allowed them to venture into
academia and acquire a doctoral student to complete a capstone project to increase
DEI initiatives.
Future DEI goals for the state organization include developing a DEI coalition
and adding a DEI chair to the executive board. As the president of MOTA, Kris wants to
increase representation and include the perspective of diverse populations during
important conversations had at local levels that influence the OT community.
Membership to the MOTA is beneficial because the state association is directly linked to
the Minnesota senate and legislator. OTs and students should be made aware of the
changes that occur at a state level that impact their OT responsibilities. The MOTA
funds lobbyists that protect OTs scope of practice and advocates for simpler licensure
renewal processes.

Part 4: Public Records and Organizational/Community Resources
Minnesota Board of Occupational Therapy Practice
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The Minnesota Board of Occupational Therapy Practice is responsible for licensing and
enforcement. The website provides information on how to obtain a Minnesota
occupational therapy license. The board consist of a board chair, vice chair, treasurer,
public members, occupational therapists, and occupational therapy assistants. The
website provides information regarding state requirements for continuing education
https://mn.gov/boards/occupational-therapy/
US Bureau of Labor Statistics
The US Bureau of Labor Statistics provides statics about working environments,
conditions, and wages for various professions. The occupational employment page for
occupational therapy provides industry profiles, geographic profiles. Location quotients,
employment by area, and annual wages based on reports from the previous year.
https://www.bls.gov/oes/current/oes291122.htm
Part 5: Organization or Community Assets
Coalition of Occupational Therapy Advocates for Diversity (COTAD)
The COTAD is a non-profit organization is an international network of OTs,
OTA’s, students and practitioners that promotes inclusivity and encourages the OT
community to incorporate DEI practices within the profession (COTAD national, n.d).
The non-profit organization has several committees that incorporate ant-oppression,
anti-racism, and JEDI practices in mentorship, continuing education, education
programs, community engagement activities (COTAD national, n.d). This organization
provides assessment tools and DEI toolkits that helps professional organizations
increase humility practices. The COTAD organization also provides resources to gain
perspective into the needs of diverse populations. These resources include interviews,
webinars, continuing education, books, and research articles. This website provided me
with resources to provide the MOTA executive board as they begin to create their DEI
strategic plan.
https://www.cotad.org/about

St. Catherine University- Inclusive Excellence Mast Plan & Academic Master Plan
St. Catherine University created a strategic plan to increase diversity, equity, and
inclusion strategies at a systemic level. The strategic outlines changes within the
institutions curriculum, policies, practices, and approaches to outreach. The plan
consists of several objectives that addresses recruitment and retention of BIPOC
students/staff, workplace equity, and campus climate. This plan will serve as an asset
for the MOTA because it can be used as a blueprint for their future strategic plan. The
MOTA and St. Catherine University have similar DEI goals to increase initiatives to
create inclusive environments.
Inclusive Excellence | Master Plan by St. Catherine University - Issuu
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Academic Master Plan
The Academic master plan outlines strategies to cultivate the best academic
experience for students at an undergraduate and graduate level. The Academic master
plan consists of two phases. The first phase focuses on aspirational learning and career
readiness (). The second phase consists of five parts which include: academic
excellence, inclusive excellence, program array, curriculum and co-curricular offerings,
and interdisciplinary offerings. This serves as an asset for the MOTA capstone project
because this academic plan addresses goals related to professional development.
Academic Master Plan.pdf | Powered by Box
The Minnesota Occupational Therapy Association- Professional Development
Team
The MOTA has a professional development team that consists of the
awards/scholarship chair, continuing education meeting coordinators, and conference
co-chairs. The professional development team is responsible for providing MOTA
members continuing education opportunities. The professional development team also
assists with hosting the annual MOTA Conference. This team is beneficial to the needs
assessment because the members of the team provide information about current CE
requirements and initiatives through the organization. They also have access to past
conference seminars and can provide feedback from past attendees.
References
Our mission. COTAD National. (n.d.). Retrieved April 26, 2022, from
https://www.cotad.org/about
Part 6: Proposed Methods to Collect Other Information During the Doctoral
Capstone Experiences and Project
Internal Information and Resources
Name of
Information or
Resource
Liz Larsen

Executive Board

MOTA Members

Description of Information or
Resource

Brief Summary of Focus of
Learning

Liz Larsen is the VP of
Professional Development at the
MOTA. She has access to CE
materials and information for
prospective presenters.
The MOTA executive board
consists of voluntary members
that promote professional
development amongst the OT
community throughout the state of
Minnesota.
The MOTA members consist of
OT/OTA students and

Current CE structure and
process for presenters.
Access to past CE
materials
DEI needs and interests as
it relates to the needs of
MOTA members.

Will be assessing the
current members DEI
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practitioners in the state of
Minnesota.

needs and overall
satisfactions with the
MOTA. This information
will be presented to the
board and used in the DEI
strategic plan.

Description of Information or
Resource

Brief Summary of Focus of
Learning

External Information
Name of
Information or
Resource
Karen Polastri

Karen Polastri is the Executive
Director of OTAC (Occupational
therapy Association of California).

-

Erin Clemens
OTR/L, MS, BCP,
CIMI

Erin Clemens is the Virginia
Occupational Therapy
Association (VOTA) President.

-

Flo Hannes, MS,
OTR, FAOTA

Flo Hannes is the New York State
Occupational Therapy
Association
(NYSOTA) president.

-

-

-

-

Recruitment and
retention strategies
DEI strategic plan
Action-based DEI
initiatives
Recruitment and
retention strategies
DEI strategic plan
Action-based DEI
initiatives
Recruitment and
retention strategies
DEI strategic plan
Action-based DEI
initiatives
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Part 7: SWOT Analysis: Strengths, Weaknesses, Opportunities, and Threats
Internal
Weaknesses

Strengths

Community
Partners/Sponsors M Health Fairview,
University of
Minnesota, St.
Catherine University
Professional
Development Chair

Special Interest
Groups (SIGS)

Opportunities

External
Threats

Minimal social
media presence

Emerging need for
DEI initiatives

Lack of DEI
strategic plan

Access to large
rural communities
on the outskirts of
the Twin Cities

Imbalance of OTA
and OT within the
MOTA
(Membership and
executive board)
Online Platform for
The MOTA is
CE and professional currently operating
presentations
from a remote
location

Few professional
occupational
therapy
associations in the
state
Access to large
hospital networks

DEI initiatives from
other organizations
(COTAD,
workplace
taskforce groups,
YMCA, etc)
Small percentage
of BIPOC
practitioners on a
national and state
level
Most OTs are
geographically
located in in the
Twin Cities area
DEI opportunities
that are salaried

AOTA strategic
plan resource for
state associations
APTA Minnesota –
Diversity and
inclusion team can
be used as an
resource
Part 8: Preliminary Evidence Review on Populations, Interventions, and Programs
of the Organization/Community
1.
Type of article

APA
Reference

Abstract

Overview of Article
Overall Type: Conceptual Article
Specific Type: “We sought to investigate various ways in which diversity can be
examined, and how our organization could embrace, include, and value diverse
perspectives.”
Lee Bishop, Abbruzzese, L. D., Adeniran, R. K., Dunleavy, K., Maxwell, B., OluwoleSangoseni, O., Simon, P., Smith, S. S., & Thurston, L. A. (2022). Becoming an antiracist interprofessional healthcare organization: Our journey. Journal of
Interprofessional Education & Practice, 27, 100509–100509.
https://doi.org/10.1016/j.xjep.2022.100509
“The COVID-19 pandemic amplified the egregious disproportionate burden of disease
based on race, ethnicity, and failure of organizations to address structural racism.
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Author

Publication
Date and
Citation
History
Stated
Purpose or
Research
Question
Author’s
Conclusion
Overall
Relevance to
your Doctoral
Capstone
Project
Overall Quality
of Article

Your Focused
Question and
Clinical
Bottom Line
Your Lay
Summary

This paper describes a journey by members of the National Academies of Practice
(NAP) who came together to address diversity, equity, and inclusion (DEI). Through
collaborative efforts, a virtual, interactive workshop was designed and delivered at
NAP's 2021 Virtual Forum to facilitate discussions about DEI priorities across
professions and to initiate a sustainable action plan toward achieving inclusive
excellence. Resulting discoveries and reflections led us to the essential question: can
we truly become an anti-racist interprofessional healthcare organization?” (p.1)
Credentials: Kathy Lee Bishop,
Position and Institution: Assistant Professor, Division of Physical Therapy,
Department of Rehabilitation Medicine, Emory University School of Medicine
Publication History in Peer-Reviewed Journals: Moderate
Type of publication: Scholarly peer-reviewed journals
Publisher: Journal of Interprofessional Education & Practice
Date of publication: March 07, 2022
Cited By: 0
“This paper describes a journey by a group of members of the US National
Academies of Practice (NAP) who came together to work to-wards organizational
diversity, equity, and inclusion (DEI).” (p.2)

“However, our workshop, and sub-sequent actions, highlight the critical need for
continual conversations and action to promote anti-racist ideals for our members and
organization.” (p.4).
Overall Relevance of Article: Moderate
Rationale: This article relates to my capstone project because it summarizes the
process of a non-profit organization underwent to initiate DEI initiatives. I am working
with a non-profit organization that is initiating DEI practices in their CE and their
process is similar. This will be helpful in creating the focus group for portion of my
capstone experience.
Overall Quality of Article: Good
Rationale: The quality of this article is moderate because the article does not provide
statistics for the methodology and does not provide the reader with the materials used
in the study. The paper does provide a detailed summary of the findings and uses
credible sources
Question: What are the key steps of advancing DEI practices in a professional
organization?
Clinical Bottom Line: Incorporating DEI practices at a system level involves selfreflection and engaging primary stakeholders in DEI conversations.
The NAP conducted a workshop amongst its members to educate and initiate DEI in
professional healthcare organization. The NAP consisted of multiple professionals
from the healthcare field such as physical therapist and occupational therapists. The
NAP analyzed and assessed the current members of the organization to determine
the first steps of a DEI workshop. The workshop consisted of reviewing ant-racism
materials and DEI discussion points. The workshop was held online and small break
out sessions were incorporated to allow members to self-reflect in a non-threatening
environment. Based on the feedback from the workshop participants the NAP was
able to create strategies to increase DEI education, enhance diversity, and establish
inclusive research. The NAP created a diversity task force after the workshop to
increase accountability of DEI initiatives. The results from the workshop were positive
but it did not represent the organization as a whole because only twenty percent of
the members participated.
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Your
Professional
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2.
Type of
article

APA
Reference

Abstract

Author

Publication
Date and
Citation
History
Stated
Purpose or
Research
Question
Author’s
Conclusion
Overall
Relevance to

The National Academy of Practice is a nonprofit organization consisting of a
interprofessional network of healthcare professionals that’s main purpose is
supporting affordable and accessible healthcare. The authors of this study are
members of the physical therapy committee in the NAP and they initiated the
development of a DEI strategic plan and mission statement within the organization.
The objective of this study was developing a DEI workshop and identify areas of
improvement within the NAP with pre/post evaluations and discussion forums. Forty
percent (308) of the 763 NAP members attended the virtual DEI workshop and the
inclusive excellence approach was a guiding force in developing this training. The
workshop conversations and activities were based on the 7 Key Steps to Advanced
Equity and Inclusion proposed by the Annie E. Casey Foundation. Each participant
completed a demographic profile and used it during DEUI conversations. A post
workshop evaluation was completed by 18 participants and all reported positive
outcomes in regard to understanding basic DEI concepts. Strengths of this study
include the population size and design methods. Weaknesses of the study include
small population size for post evaluation. Implications of the study conclude that antiracism practices have to prompted on an individual and organizational level.
Overview of Article
Overall Type: Review of Research Study- Literature Review
Specific Type: “This literature review seeks to explore what published research reports
about the use of CoPs to support the professional development of occupational
therapists” (p.185).
Barry, Margot, et al. “Communities of Practice: A Means to Support Occupational
Therapists’ Continuing Professional Development. A Literature Review.” Australian
Occupational Therapy Journal, vol. 64, no. 2, 2017, pp. 185–93,
https://doi.org/10.1111/1440-1630.12334.
“This literature review investigates what research reports about the contribution that
communities of practice (CoPs) can make in the continuing professional development
(CPD) of qualified occupational therapists. Academic databases (CINAHL, MEDLINE
and ERIC) were searched, and articles were included based on pre-determined
criteria. Five articles were included in the review. The CoPs in the reviewed articles
provided opportunities for knowledge sharing, knowledge translation, reflection on
action and learning through boundary crossing. The presence of professionals with
diverse perspectives was an important ingredient that facilitated CPD. Research into
the use of CoPs in occupational therapy is sparse. CoPs could provide a CPD forum
for occupational therapists whether online or face to face. Practitioners are encouraged
to participate in CoPs. Further research into the use of CoPs is recommended. “
Credentials: Margot Barry MSc, Lecturer and Researcher
Position and Institution: Department of Occupational Therapy, HAN University of
Applied Sciences, Nijmegen, The Netherlands.
Publication History in Peer-Reviewed Journals: Limited
Type of publication: Scholarly peer-reviewed journals.
Publisher: Australian Occupational Therapy Journal
Date of publication: October 5th, 2016
Cited By: 14
“This literature review seeks to explore what published research reports about the use
of CoPs to support the professional development of occupational therapists” (p.185).
“Research on CoPs for occupational therapists is sparse, but the research that does
exist indicates that CoPs have the potential to make a contribution to CPD for
occupational therapists” (p.191).
Overall Relevance of Article: Good
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Rationale: The article discusses five themes from which professional development
occurs in occupational therap. This is information is beneficial because it provides
background information on common continuing education mechanisms.
Overall Quality of Article: Moderate
Rationale: The author was only able to identify five articles in the literature review to
answer the research question and the majority of articles were qualitative studies.
Question: What methods of community of practice can OTs use to gain DEI
knowledge?
Clinical Bottom Line: Professional development through reflection on action can allow
members of a professional organization to collaborate with one another to develop DEI
initiatives.

Your Lay
Summary

This article explores the literature for current methods of continuing education in the
field of occupational therapy. Specifically, the authors are looking for communities of
practice that can contribute to professional development. The purpose of this article
was to promote the importance of community engagement as occupational therapy
(OT) practitioners. The authors of this article suggest that community engagement can
lead to professional development opportunities. Several databases were searched
and analyzed with key terms related to the research question. This is a new topic being
explored, therefore very few articles were discovered in the research process.
Findings included knowledge sharing, reflection and action, boundary crossing, and
knowledge translation. Knowledge translation was the main source of community
engagement. This involved sharing information between professionals in a meetings or
discussions that discussed real life situations. Findings from this literature review also
concluded that in-person continuing education was more beneficial than continuing
education on an online platform.

Your
Professional
Summary

A literature review was conducted to research current communities of practice that can
contribute to the professional development of occupational therapist. The literature
review consisted of a key search term such as contemporary practice issues, learning,
and occupational therapy research. The databases used to conduct thus literature
review consisted of CINAHL, Medline, and ERIC. The authors used a PRISMA figure
to summarize findings from the search. The search resulted in 893 articles and 14
articles were determined to be relevant to the research question based on specific
exclusion criteria. Four themes were collected from the literature: knowledge sharing,
reflection and action, boundary crossing, and knowledge translation. Knowledge
translation was the most prevalent theme. The theme suggests that collaboration
amongst professionals and applying learning to real life situations is important for
community engagement. Strengths from this study include the amount of research
discovered related to the topic. Weaknesses of the study include the low number of
qualitative studies included the final studies. Three conclusions about the context of
communities of practice were developed from this study. These included community
membership, domain of interest, and shared practice and online communities of
practice. The literature is missing evidence that supports the effectiveness of online
communities of practice.

3.
Type of
article

Overview of Article
Overall Type: Conceptual Article
Specific Type: “We then conclude with examples and a case study which utilize the
value-added and mutual accommodation models of diversity to guide practical ideas
for implementing change in occupational therapy at the person, program/institutional,
and professional levels—“where we must go”.”
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APA
Reference

Taff, Steven D., and Daniel Blash. “Diversity and Inclusion in Occupational Therapy:
Where We Are, Where We Must Go.” Occupational Therapy In Health Care, vol. 31,
no. 1, Jan. 2017, pp. 72–83, https://doi.org/10.1080/07380577.2016.1270479.

Abstract

“Diversity is a fundamental element of the AOTA Centennial Vision and a critical
aspect for the visibility, growth, and sustainability of the occupational therapy
profession. In this article, the authors suggest that, while the profession has been
aware of the need for a diverse workforce and has taken steps to increase diversity
and cultural competency, a more structured, comprehensive, and action-oriented
approach must be considered to address an issue which impacts professional roles
and client engagement, satisfaction, and well-being. Informed by the value-added and
mutual accommodation models of cultural diversity, the authors provide specific
strategies and actions which promote diversity and inclusion at the personal,
institutional/organizational, and professional levels.” p
Credentials: Steven D. Taff PhD, OTR/L, FNAP, FAOTA
Position and Institution: Assistant Director, Washington School of Medicine
Publication History in Peer-Reviewed Journals: Moderate
Type of publication: Scholarly peer reviewed article
Publisher: Taylor & Francis Group, Occupational Therapy in Healthcare
Date of publication: January 17, 2017
Cited By: 26
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Summary

“The broad aim of this paper is to explore the issue of diversity and inclusion in
occupational therapy and offer strategies necessary to achieve the goal of building a
diverse workforce in the profession” (p.72-73)
“We suggest that of all the diversity models discussed, the mutual accommodation
approach provides the most solid foundation for a more critically reflective paradigm. It
allows, even encourages, self-appraisal and critique of the profession and social
institutions” (p.81)
Overall Relevance of Article: Good
Rationale: The article provides organizations with action-oriented strategies that
improve DEI based approaches on an organizational level.

Overall Quality of Article: Good
Rationale: The quality of the article because the authors apply their recommendations
and evidence in a case study to support the need of DEI implementation.
Question: What is some action-based strategies used to increase DEI initiatives at an
organizational level?
Clinical Bottom Line: Self-reflection and educating oneself about anti-racism practices
is the first step in creating inclusive environments on individual, professional, and
organizational levels.

This article discusses a brief literature review conducted to review current DEI
practices on multiple levels. The authors highlight current OT diversity, equity, and
inclusion initiatives that are being implemented on a national level. The American
Occupational Therapy Association has recently updated the mission and vision
statement to incorporate diversity and inclusion. This study provides information on
past, current, and future strategies to use to increase cultural humility within the
occupational therapy profession. Past literature focuses on cultural competence, which
has been proven to be not an effective DEI practice. On a personal level the author
suggests educating oneself and joining multicultural organizations to increase. From a
program/institutional level the authors recommend adding diversity and inclusion to
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current content. For professionals the authors recommend supporting diversity groups.
Future DEI initiatives should focus on mentorship and intentional recruitment of diverse
populations. Implications include the lack of diversity in the OT profession and an
individual’s ability to view DEI as a real issue. .
A conceptual research article was created to identify current, past, and future DEI
practices to consider in the occupational therapy profession. The authors include a
case study which includes their current recommendations for DEI strategies on an
organizational level. The authors state the current DEI landscape is addressed in the
occupational therapy practice framework. The frameworks states culture as a serious
consideration when evaluating patients and developing interventions. Current practices
at a national level include the American of Occupational therapy supporting
multicultural advocacy groups. For future DEI practices it is recommended to
incorporate actionable strategies such as recognizing one’s own bias and increasing
awareness of ant-racism practices. There are several barriers to DEI initiatives outline
in this article. White supremacy ideology is deeply rooted in organizations and
systems. These practices are challenging to extinguish and requires multiple systems
to be dismantled in order for an organizational change. Additional barriers include the
lack of DEI knowledge amongst faculty members in higher education. Strengths of this
study include the supporting evidence for proposed models. Weaknesses of this study
include the case study that considers DEI strategies on an organizational level. The
case study does not provide insight on DEI strategies on a personal or professional
level.
Overview of Article
Overall Type: Systemic Review
Specific Type: The protocol used to conduct this scoping review was developed
according to the methods outlined by the Joanna Briggs Institute
Grenier, M.-L., Zafran, H., & Roy, L. (2020). Current Landscape of Teaching Diversity
in Occupational Therapy Education: A Scoping Review. American Journal of
Occupational Therapy, 74(6), 7406205100p1. https://doi.org/10.5014/ajot.2020.044214
“To provide a comprehensive overview of current pedagogical practices and
educational paradigms used by occupational therapy educators to teach concepts of,
and skills for, equity and diversity. Seven education and health care databases were
searched for articles published between 2007 and 2018. Study Selection and Data
Collection: Consensually developed criteria were refined until an agreement rate of
>80% was achieved among the authors. Inclusion criteria focused on entry-level
occupational therapy education across the world and explicitly examined approaches
to teaching diversity. All articles meeting the criteria were kept for full-text review (N =
87). Diversity in professional occupational therapy education programs is taught within
five main underlying educational paradigms and theories: competency-based (44%),
social justice (29%), critical (11%), social accountability (10%), and constructivism
(6%). Within these paradigms, 14 key pedagogical practices were applied, with
community service learning (37%), international service learning (25%), and didactic or
course-based practices (23%) making up most pedagogical practices. Although current
occupational therapy research demonstrates a trend toward critical paradigms and
practices, problematic cultural competency theories and uncritical international servicelearning practices continue to dominate occupational therapy education for diversity.
Educators should implement pedagogies and approaches within critical educational
paradigms.” (p. 7406205100p1)
Credentials: Marie-Lyne Grenier
Position and Institution: Faculty Lecturer, McGill University.
Publication History in Peer-Reviewed Journals: Limited
Type of publication: Scholarly peer-reviewed journals
Publisher: American Occupational Therapy Association (AOTA)
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Date of publication: November 16, 2020
Cited By: 8
“What pedagogical practices and theories do occupational therapy faculty and
educators use to teach concepts of diversity within professional occupational therapy
education programs?”
“This scoping review included qualitative studies, quantitative studies, mixed methods
studies, descriptive and conceptual papers, reviews, and policy literature to explore the
pedagogical paradigms and practices used to teach diversity in occupational therapy
programs between 2007 and 2018. The thematic and critical overview of the current
overarching pedagogical paradigms and practices provides a better understanding of
the current landscape of published research on diversity education in professional
occupational therapy programs globally.” (p. 7406205100p10)
Overall Relevance of Article: Good
Rationale: This article is relevant to my doctoral project because it discusses ways in
which DEI has been taught in educational institutes.

Overall Quality of Article: Good
Rationale: The overall quality of this article was rated “good” because of the author's
ability to thoroughly explain the methodology of her scoping review. The author was
able to strategically identify themes across teaching approaches in OT that have been
deemed problematic and ineffective regarding diversity and equity in the curriculum.
Question: How can professional organizations use current DEI teaching practices in
continuing education?
Clinical Bottom Line: Professional organizations can use a social justice teaching
approach in continuing education guidelines to address several forms of oppression.
This detailed literature review analyzed and assessed current diversity and inclusion
practices in educational institutions. A specific search procedure was used to identify
articles that relates to the research question. Articles were found using several
databases and a total of fifty articles were reviewed. Five teaching methods were
identified in the research process. These included social justice, critical, competency
based, social accountability, and constructivism. The study was able to identify
practices that are still being used that are not effective. Competency-based
approaches are still being used heavily. DEI approaches are starting to lean away from
these practices. The social justice approach is the second most used in curricula. The
findings from this study also include the need for DEI learning outside the classroom.
DEI education must include community or international experiences related to
understanding social determinants of health. The article concludes with stating
recommendations for institutions to eliminate teaching strategies that do have strong
evidence.
A scoping review was conducted to analyze and assess current diversity teachings in
the occupational therapy profession. The purpose of the study was to identify current
models and paradigms being used to teach students about diversity. The scoping
review was conducted using the Joann Briggs Institute Model. Seven databases were
searched, and 918 articles were yielded. The final article data set consisted of 87
articles dated between 2013-2018, that were thoroughly reviewed by the authors. From
the articles several teaching pedagogical practices were identified. Community service
learning, international service learning, and course-base practices. Educational
paradigms identified were competency-based, social justice, critical paradigm,
constructivism, and social accountability. Competency based and social justice
teachings have the most evidence are the most popular in curricula. Strengths of this
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scoping review include the research method and background information. Weakness
of this article include articles in the study that addressed DEI teaching strategies within
the entire healthcare system. Implications of this study includes the need to
incorporate DEI teaching strategies in fieldwork education. Implications also include
the need for DEI teachings specific to occupational therapy. Conclusions of this article
state the need for an education paradigm shift in the occupational therapy profession.
Educational systems should be practicing similar DEI teachings throughout the
profession.
Overview of Article
Overall Type: Conceptual Article
Specific Type: “To achieve exemplary outcomes and ensure health equity within their
communities, nurse leaders must advance diversity, equity, and inclusion (DEI) to
create a critical foundation for effective organizational learning.” (p.194)
Lyman, Parchment, J., & George, K. C. (2022). Diversity, Equity, Inclusion; Crucial for
Organizational Learning and Health Equity. Nurse Leader, 20(2), 193–.
https://doi.org/10.1016/j.mnl.2021.10.012
“Achieving health equity requires a diversity of perspectives, values, and insights, yet
the composition of the United States’ nursing workforce does not reflect the
communities where they practice. Nurse leaders can advance health equity and
exemplary clinical outcomes by creating diverse, equitable, and inclusive health care
teams. Such teams are well-equipped for organizational learning, a crucial process for
advancing health equity. Nurse leaders advance health equity by fostering diversity,
equity, inclusion, and thus organizational learning in the workplace.” (p.193)
Credentials: Bret Lyman, PhD, RN
Position and Institution: Brigman Young University, Assistant Professor.
Publication History in Peer-Reviewed Journals: Limited
Type of publication: Scholarly Peer-reviewed
Publisher: Nurse Leader
Date of publication: April, 2022
Cited By: 1
“To achieve exemplary outcomes and ensure health equity within their communities,
nurse leaders must advance diversity, equity, and inclusion (DEI) to create a critical
foundation for effective organizational learning.” P.193
“Striving for greater DEI within healthcare teams is critical for attaining organizational
learning, a key driver of quality care and health equity.” (p.195)
Overall Relevance of Article: Moderate
Rationale: This article does not provide specific evidence to support the statements in
the article. The paper does discuss the recommended steps to incorporate DEI on
leadership teams.
Overall Quality of Article: Moderate
Rationale: The article provides little evidence behind statements made in this article.
Question: How can healthcare professionals in leadership roles promote DEI learning
on an organizational level?
Clinical Bottom Line: By making sure mission and value statements align with policies
and procedures.

The article discusses strategies for creating DEI plans and initiatives to promote fair
and equal healthcare. This article discusses the role nursing leaders can play initiating
these plans. The article distinguishes the terms diversity, equity, and inclusion. Authors
discuss the importance of all three of these terms. Authors believe leadership has a
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major role creating teams where staff members feel equal to one another. The article
suggests organizational learning to increase chances of collaboration of ideas. The
next DEI recommendation includes assessing beliefs, biases, and privileges. Authors
believe staff should reflect on an individual level about current beliefs around DEI will
allow to prevent discrimination and decreased barriers. Authors recommend leadership
be intentional about hiring diverse groups and creating a diversity task team help keep
track of DEI initiatives. In addition to these recommendations. The authors suggest
partnering with local organizations and intuitions to increase the presence of diverse
populations. .
A conceptual article was developed to discuss diversity, equity, and inclusion learning
for nursing leaders at an organizational level. The article discusses the need for
diversity education amongst leaders because there is an imbalance of diverse
professionals in academia, practice, and leadership. The article discusses the benefits
of integrating diversity, equity, and inclusion with organizational learning as mechanism
to cause change. The article provides several implications for leadership which include
assessing bias, creating a DEI strategic plan, recruitment, and retention of diverse
professionals. The articles outline the benefits of having a DEI strategic plan. The
article also outlines detailed steps to creating a DEI strategic plan. The article states
that organizations should assess the current gaps in the DEI education. Organizations
can address this my evaluating members and educating leaders on anti-racism
approaches. Leaders should be made aware of their own attitudes and beliefs prior to
developing a DEI strategic plan. This can happen with workshops and self-reflections.
The article also suggests strategies to sustain DEI progress in organizations through
annual or monthly reflections and questionnaires. In conclusion, DEI is important in
organizational learning because it fosters an inclusive learning and work environment.
Weaknesses of this study include the lack of research methods and few future
implications. The strengths of this article include the description of key points.
Overview of Article
Overall Type: Scoping Review
Specific Type: “The aim of this multi-tiered study was to describe current research on
assessment and maintenance of occupational therapy practitioners’ continuing
competence from a global perspective and in the context of other health science fields
to identify knowledge gaps, make recommendations for future research, and discuss
practice implications.” p.487
Myers, Christine T., et al. “Continuing Competence Assessment and Maintenance in
Occupational Therapy: Scoping Review with Stakeholder Consultation.” Australian
Occupational Therapy Journal, vol. 64, no. 6, 2017, pp. 486–500,
https://doi.org/10.1111/1440-1630.12398.
“Continuing competence activities hold the promise of improving health-care service
quality, especially given concerns about system inefficiencies and fragmentation. The
aim of this scoping review was to describe the assessment and maintenance of
occupational therapists’ continuing competence and identify knowledge gaps for future
research. A secondary aim was comparing scoping review findings with those from
other health-care fields and considering possible impact of varying international
regulations.” p.486
Credentials: Christine T Myers, Phd, OTR/L, FAOTA FNAP
Position and Institution: University of Florida, Clinical Associate Professor and Director
of Occupational Therapy Program
Publication History in Peer-Reviewed Journals: Limited
Type of publication: Scholarly peer-reviewed journals
Publisher: Australian Occupational Therapy Journal
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Date of publication: 11, April 2017
Cited By: 13
“This study aimed primarily to investigate the answer to the question what is the extent
and nature of research examining assessment and maintenance of continuing
competence in occupational therapy?” p.486
“This scoping review of continuing competence assessment and maintenance
research found that few peers reviewed publications exist and most studies are
exploratory.” p.498
Overall Relevance of Article: Good
Rationale: The purpose of the scoping review aligns well with my capstone project.
The scoping review is seeking evidence to support best translation of knowledge into
practice.
Overall Quality of Article: Good
Rationale: The authors of the study were able to draw realistic and actionable
recommendations based on their limited findings. A total of 27 articles were used to
answer research question.
Question: How can professional organizations improve knowledge translation of DEI
practices into clinical practice?
Clinical Bottom Line: Self-reflection and maintaining face-to-face continuing education
opportunities to allow OTs discuss and collaborate
Researchers conducted an extensive literature review to explore existing evidence in
professional development. The article focuses primarily on the professional
development of occupational therapists. They also wanted to find tools and strategies
to assess the quality of continuing education. The authors sought out individuals who
are experts in the area of professional development to review the articles discovered in
the literature search. The experts were used as a cross-reference to verify whether the
information found in the study was legit or true in practice. The study discovered that
there is limited research geared towards continuing education and there is a lack of
consistency. The research also highlighted the need for face-to-face interactions in
continuing education. Self-reflection was also a necessary theme that was consistently
brought up in the literature as a way to maintain knowledge from continuing education.
This study suggest that future continuing education laws should be consistent across
nations.
This scoping review examined the current literature on best practices for knowledge
translation into clinical practice. Specifically, the scoping review investigated strategies
used in continuing education. Stakeholders consulted the articles found from the
scoping review and analyzed the articles based on their expertise in professional
development. Authors searched multiple databases to retrieve peer reviewed articles.
Twenty search terms related to lifelong learning and professional development was
collected to search these databases to receive peer reviewed articles. The Arksey and
O’Malley (2005) methodology guided the search in this scoping review. A total of 544
studies were screened in this scoping review and 27 articles were deemed to be
related to the overall research question. Two themes discovered in relation to
assessment of continuing education are tool development and self-reflection. Two
themes related to maintenance of continuing education were face-to-face activities and
attitudes/beliefs towards continuing education. Barriers and facilitators of continuing
education was identified within this study. The study concluded that practitioners prefer
face-to-face learning opportunities and there are no current tools that can assess the
effectiveness of continuing education. Strengths of this study is the methodology and
obtaining expertise of stakeholders. Weakness of the study is the research question.
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Implications of this study include the need for more research in the area of knowledge
translation.
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Overview of Article
Overall Type: Conceptual Article
Specific Type: “This paper argues that occupational therapy’s dominant individualist
perspective is too narrow to meet this goal. It presents an argument for integrating
advocacy into occupational therapy identity and discusses why we should advocate at
political and public levels” (p.213).
Kirsh, B. H. (2015). Transforming values into action: Advocacy as a professional
imperative. Canadian Journal of Occupational Therapy, 82(4), 212–223.
https://doi.org/10.1177/0008417415601395
“Background. The goal of enabling meaningful occupation for all requires occupational
therapy to become a more socially and politically responsible discipline. Purpose. This
paper argues that occupational therapy’s dominant individualist perspective is too
narrow to meet this goal. It presents an argument for integrating advocacy into
occupational therapy identity and discusses why we should advocate at political and
public levels. Key Issues. Although the dominant paradigm and political climate pose
challenges, there must be a realignment of the balance between helping individuals
who are facing disruptions in their occupational lives and addressing systems and
structures that prevent them from moving forward. Adopting a broader socio political
approach involves engaging in advocacy as a key strategy. Indeed, advocacy is a
professional imperative for occupational therapy. Implications. Advocacy must become
part of the process of professional socialization. A new set of competencies is needed
in our educational programs and in our professional development, accompanied by a
sense of self confident idealism” (p.213).
Credentials: Bonnie H. Kirsh, PhD, MEd, BSc
Position and Institution: Professor , Department of Occupational Science and
Occupational Therapy, University of Toronto
Publication History in Peer-Reviewed Journals: Extensive
Type of publication: Scholarly peer-reviewed journals
Publisher: Canadian Journal of Occupational Therapy
Date of publication: September 17th, 2015
Cited By: 40
“In this paper I present an argument for the need to integrate advocacy and social
justice into occupational therapy identity and discuss why we should advocate at
political and public levels. I argue that the dominant individualist perspective is just too
narrow and inadequate to meet our mission of meaningful occupation for all” (p. 213).
“We need to address and develop a new set of competencies in our educational
programs and in our professional development. We need to become knowledgeable in
community development and coalition building, the structure and function of political
systems, policy analysis, conflict resolution, and systems change principles, including
how power distribution and decision-making processes unfold” (p.220).
Overall Relevance of Article: Moderate
Rationale: The article argues the need for advancement in occupational therapy
education. The author also discusses incorporating advocacy in continuing
professional development.
Overall Quality of Article: Good
Rationale: The article discusses the current political climate of Canada and it relates
information to the audience clearly and concisely.
Question: How can advocacy and social justice be used in professional organization to
address the needs of diverse populations?
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Clinical Bottom Line: Dismantling white ideologies in organizational systems and in
leadership roles.
The article provides a brief summary of the past attempts at incorporating cultural
practices in in the healthcare system. This reflective paper provides readers with
insight on the white supremacy plays in the lack of cultural humility practices. The
paper highlights the problems associated with using competency-based approaches to
understanding cultures. The articles discuss how the occupational therapy profession
has been involved in white supremist ideologies since the start of the profession. The
author provides claims that state the occupational therapy profession has a role in
changing these theories and principles. The OT profession takes pride in being
person-centered and therefore advocacy practices can be implemented in OT practice
guidelines. Implications include examining current literature and eliminating bias in
curricula. Further implications include acknowledging the discriminative practices in the
healthcare system. In conclusion the author states there should be a shift in
educational frameworks. OTs should eliminate competency-based approaches
because does not support the person-centered approach.
A conceptual article was developed to examine the white ideologies in the healthcare
system as it relates to occupational therapy. The author uses the critical race theory
and dissects the findings into two parts. The first section of this paper examines how
western medicine and moral standards influenced the development of the occupational
therapy profession. This section discusses how imperial movements dictated the
medical rights of individuals with disabilities and individuals from diverse backgrounds.
This section discusses the influence the medical system has on rehabilitation. The
second section of this paper discusses how education was formed around false and
discriminatory beliefs. The authors discuss liberal capitalism and liberal recognition
policies. The author discusses liberal capitalism as a form of owning education related
to one’s culture or having authority over the materials. Liberal recognition refers to
social accountability and educating individuals about historical events that have been
discriminatory. Weaknesses of this study include the lack of research methodology.
Strengths of this study include the two-part approach in order to fully address the topic.
Future implications include a paradigm shift from cultural competence to cultural
humility. The author proposes the development of frameworks and models that
dismantle white supremacy at system and institutional levels.
Overview of Article
Overall Type: Theoretical Article
Specific Type: “Herein, I describe NIH’s scientific approach to achieving inclusive
excellence and call upon institutions to contribute to the culture change that will be
required to do so.”
Valantine, Hannah A. “NIH’s Scientific Approach to Inclusive Excellence.” The FASEB
Journal, vol. 34, no. 10, 2020, pp. 13085–90, https://doi.org/10.1096/fj.202001937.
“The representation of women and scientists from underrepresented groups (URGs),
including Black/African Americans, Hispanic/Latinx, Pacific Islanders, and
American Indians, diminishes as individuals advance in their careers from training to
senior leadership positions. Correcting this imbalance requires integrated strategies
to achieve inclusive excellence within the scientific workforce reflected by
creating and sustaining environments, in which diverse talent thrives. The National
Institutes of Health (NIH) Scientific Workforce Diversity office has led the charge to
develop and implement evidence-informed interventions toward achieving this goal
that undergirds NIH’s mission to improve the nation's health. Past and current
efforts aiming to enhance workforce diversity but targeted to individuals are necessary
but insufficient for lasting change. Thus, NIH-funded institutions should develop and
prioritize integrated, systems-targeted efforts as foundational components of a
well-supported, productive workforce. At the heart of these endeavors is institutional
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accountability that ties progress toward inclusive excellence to institutional values
and reward.” P.13085
Credentials: Hannah A Valantime
Position and Institution: Scientific Workforce Diversity, National Institute of Health,
Besthesda
Publication History in Peer-Reviewed Journals: Limited
Type of publication: Scholarly peer-reviewed article
Publisher: The FASB Journal
Date of publication: 14 August 2020
Cited By: 7
“Herein, I describe NIH’s scientific approach to achieving inclusive excellence and call
upon institutions to contribute to the culture change that will be required to do so.”
p.13085
“Despite the challenges and threats to diversity, inclusion, and equity in biomedical
research, I believe that integrated, institutionally based strategies can be employed
immediately to sustain and accelerate gains we have made toward diversifying the
scientific workforce.” p.13089
Overall Relevance of Article: Good
Rationale: This article highlights steps in incorporating inclusive excellence strategies
in organizational systems

Overall Quality of Article: Good
Rationale: Article provides substantial evidence in the background section that
supports inclusive excellence.
Question: What inclusive excellence practices to incorporate in organizational DEI
plans?
Clinical Bottom Line: Mentorship and addressing systemic racism through education.

This auricle was created to discuss the next steps in the diversity, inclusion, and equity
plan for the National Institute of Health (NIHI biomechanical department. The article
suggests the need for diversity and inclusive practices that go beyond students and
diverse staff members. The article discusses using a inclusive excellence approach.
This approach analyzes and assesses hiring processes, promotion guidelines,
diversity tools, and policies and procedures. The author describes the current
evidence-based strategies being used currently. The strategies include decreasing
bias, mentorship, and increase diverse staff, and creating welcoming environments in
the workplace. Recommendations for future diversity practices include combing past
approaches and addressing racism. Addressing racism has a lot to do with identifying
racism and giving physicians strategies when encountering racist situations. The
authors concluded that the NIH organization could benefit from a shift to an inclusive
framework for DEI strategies.
This theoretical article was created by a member of the biomechanical department at
the National Institute of Health. The article was a response to the imbalance of diverse
staff members in leadership positions. Along with this information, diverse staff
members were shown not receive promotions at the same rate as other employers.
This article suggests using an inclusive excellence approach on a organization level.
The author shares current statistics of the current staff members within the NIH. The
statistic supports the need for diversifying leadership roles. An inclusive approach
includes a systematic review of the hiring process, resources, diversity toolkits,
procedures, and policies. The strategies proposed to incorporate an inclusive
excellence includes mitigating bias, diversifying talent pool, developing a NIH equity
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committee, NIH anti-racism action plan, staff wide surveys, and scholarship program.
Conscious and unconscious bias has been proven to affect thoughts, behaviors, and
judgement. In order to address bias, self-reflection. This is the most discussed topic in
the article and requires awareness training and workshops. The author recommends
integrating approaches to address multiple diversity needs. In conclusion, provides
evidence that support the need for an inclusive excellence approach that requires
reflection and education within leadership roles.
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Overview of Article
Overall Type: Scoping Review
Specific Type: “A scoping study was conducted following the Arksey and O’Malley
(2005) framework and detailed below in accordance with the Preferred Reporting Items
for Systematic Reviews and Meta-Analyses Statement for Scoping Reviews” p.3
Sterman, Julia, et al. “Anti-Racism and Occupational Therapy Education: Beyond
Diversity and Inclusion.” Journal of Occupational Therapy Education (JOTE), vol. 6, no.
1, Jan. 2022, https://doi.org/10.26681/jote.2022.060103.
“There is a pressing need to address racism within healthcare education; however,
occupational therapy educators lack a compilation of discipline-specific knowledge of
anti-racist actions. The objective of this study was to examine anti-racist instructional
practices for educators to employ in occupational therapy education. We conducted a
scoping review and systematically searched six electronic databases to identify and
synthesize anti-racist educational practices within the occupational therapy literature.
The 20 included articles identified that educators should: use collaborative, anti-racist
teaching strategies throughout the curriculum; engage in reflexivity including how
intersecting identities impact occupational engagement; decolonize curricula through
including Indigenous content and non-Western practice frameworks; increase
representation of Black, Indigenous, and other People of Color students and faculty;
and strengthen educators’ capacity to engage in anti-racist actions. To address
systemic injustices to educational inclusion and prepare students to address health
care inequities, occupational educators must engage in anti-racist actions across
curriculum, programs, and universities.” P. 1
Credentials: Julia Sterman OTR/L, Phd
Position and Institution: Edinburgh Napier University.
Publication History in Peer-Reviewed Journals: Moderate
Type of publication: Scholarly peer-reviewed journal
Publisher: Journal of Occupational Therapy Education
Date of publication: 2022
Cited By: 0
“Together the authors aim to strengthen student education in occupational therapy
programs to prepare them to offer quality anti-racist services to all clients and advocate
for historically marginalized communities and individuals” p.3
Incorporating anti-racist practices within occupational therapy in higher education must
be an ongoing, intentional, and collaborative process that strives for institutional
changes” p.18
Overall Relevance of Article: Good
Rationale: Article provides information on the current antiracism climate in the OT
curriculum.

Overall Quality of Article: Good
Rationale: Twenty studies were used to answer the scoping review question.
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Question: What anti-racism theory can be used in a professional organization?
Clinical Bottom Line: Occupational Justice

A literature review was completed to explore current findings related to anti-racism
practices in occupational therapy education. Researchers used a specific technique to
locate articles and discovered 250 articles related to the research topic. Overall, the
researchers found 20 articles with information they were able to use to answer the
research question. Several themes and anti-racism teaching practices were identified
within these articles. Current anti-racism teaching practices include reflection,
decolonizing curriculum, representation, and strengthening exercises for educators.
Reflection was the most important part of teaching anti-racism in occupational therapy
education. The theories identified in the study were cognitive injustice, culture
emergent model, intercultural translation, occupational justice, occupational
consciousness, and social reconstruction. The researchers in this study concluded that
educators must acknowledge the white supremacy built into these organizations is the
cause of racism practices at systemic and organizational levels. The researchers also
recognize the lack of representation as a core issue as well.
A scoping review was conducted to determine the current anti-racism practices and
models being used in occupational therapy education. A search was conducted using
the Arksey and O’Malley framework. Six database systems were used to search for
articles with terminology related to occupational therapy and ant-racism. The six
databases in this study included ERIC, CINAHL, PsycInfo, OT seeker, and Web of
science and Scopus. A total of 250 studies were yielded using the preferred research
method. Sixty-one articles were fully reviewed and 20 articles correlated with the
research question. Eleven anti-racism teaching strategies were identified in the
literature. The literature states that anti-racism teaching should be taught with a
collaborative approach. Several theories related to teaching racism were discovered.
These theories are the cognitive injustice, culture emergent model, intercultural
translation, occupational justice, occupational consciousness, and social
reconstruction ideology.
Recommendation: Do this after you complete the rest of the critical appraisal. The key
component to anti-racism education is reflexivity. This is a recurrent theme because
the literature states self-reflection is the initial step to ant-racism practices. In
conclusion authors state antiracism teachings theories are limited in occupational
therapy education. Strengths include the research method. Weaknesses are the
authors limited implications for future studies.
Overview of Article
Overall Type: Primary Research Study -Quantitative and Qualitative
Specific Type: “The objective of this formative evaluation was to assess Mayo Clinic
Department of Health Sciences Research (HSR) faculty and staff perceptions toward a
proposed departmental DEI plan and to explore findings by diversity and professional
subgroups”
Enders, Felicity T., et al. “Building a Framework for Inclusion in Health Services
Research: Development of and Pre-Implementation Faculty and Staff Attitudes toward
the Diversity, Equity, and Inclusion (DEI) Plan at Mayo Clinic.” Journal of Clinical and
Translational Science, vol. 5, no. 1, 2021, p. e88, https://doi.org/10.1017/cts.2020.575.
To mitigate the impact of racism, sexism, and other systemic biases, it is essential for
organizations to develop strategies to address their diversity, equity and inclusion
(DEI) climates. The objective of this formative evaluation was to assess Mayo Clinic
Department of Health Sciences Research (HSR) faculty and staff perceptions toward a
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proposed departmental DEI plan and to explore findings by diversity and professional
subgroups.
Credentials: Felicity T Enders, PhD, MHP
Position and Institution: Professor of Biostatistics, Department of Health Sciences
Research, Mayo Clinic
History in Peer-Reviewed Journals: Extensive
Type of publication: Scholarly peer-reviewed article
Publisher: Journal of Clinical and Translational Science
Date of publication: December 21, 2020
Cited By: 3
“The purpose of this paper is to detail the components of the Department of HSR DEI
plan and report on pre-implementation HSR staff attitudes toward specific activities
proposed within the plan.” (p. 2)
“These findings present a DEI framework on which other institutions can build and
point to future directions for how DEI activities may be differentially perceived by
impacted faculty and staff.” (p.9)
Overall Relevance of Article: Good
Rationale: This article related to the capstone project because it outlines a primary
research study that was conducted to assess healthcare staff’s perceptive of DEI
strategies on an organizational level.
Overall Quality of Article: Good
Rationale: The article is of good quality because the study had a large population size
and the research methods section is detailed.
Question: How can organizations effectively assess staff attitudes and beliefs towards
DEI initiatives?
Clinical Bottom Line: Conduct an assessment that incorporates basic fundamental DEI
principles and provide open ended questions.
A diversity and inclusion task force from the human resource department of a large
healthcare system gave employers a survey about prospective DEI strategies the
organization was developing. The survey consisted of multiple choice and open-ended
questions. The questions were about which DEI activities, trainings, and annual review
would be the most beneficial to the organizations. These questions were presented to
162 staff members with a wide variety of ethnic backgrounds. Participants stated that
diversity and inclusive trainings for all employees and leadership roles would be the
most helpful. Participants also stated in that DEI recruitment would also be beneficial.
Participants stated that DEI refresher courses and trainings would not be beneficial.
Additional questions on the survey addressed feelings of belonging in the workplace
and how to deal with DEI issues, if encountered. Limitations to this study include the
low number of respondents. Employees volunteered to participate and there was no
formal process to recruiting staff from diverse populations. .
A primary research study was conducted by human resource staff at the Rochester,
MN Mayo clinic to increase diversity and inclusion practices within the organization.
The human resources department developed a diversity and inclusive task force
created to assess Mayo clinics DEI needs on leadership and staff levels. The DEI task
force developed diversity and inclusion materials to propose to staff. These materials
included outreach, readiness assessment, coaching, training, and “nudges.” The
diversity task group recruited staff members from diverse population to participate in
the study. A total of 163 participants provided feedback based on the survey.
Participants reported that diversity training on DEI topics for leadership roles would the
most beneficial in increasing DEI initiatives in the Mayo Clinic. Participants also
provided the authors with qualitative feedback. Strengths from this study include the
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materials created for the study (survey, activities, etc.). Weakness would be the small
population size of respondents and the recruitment process. Implications include the
recruitment process only focusing on diverse staff members. A realistic representation
od the staff at Mayo clinic would have been more considerate of the population being
effected by the DEI initiatives. In conclusion the study provided organizations with a
DEI framework to use when initiating a DEI strategic plan. .
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Appendix C: Membership Satisfaction Survey
Membership Satisfaction Survey Questions
1. I am a
● OT student
● OTA student
● OT (OTR, OTR/L)
● OTA (COTA)
● Retired OT/OTA
2. What is your native language?
● English
● Spanish
● Chinese (Mandarin, Cantonese, Hokkien)
● Tagalog
● Vietnamese
● Arabic
● Korean
3. What is your age group?
● 18-24
● 25-34
● 35-44
● 45-54
● 55-64
● 65 and over
4. How long have you been a member of the MOTA?
● Less than 6 months
● 6 months to less than 1 year
● 1 year to less than 3 years
● 3 years to less than 5 years
● 5 years or more
5. I identify as
● Male
● Female
● Transgender
● Non-binary/non-identifying
● Prefer not to answer
6. Please specify your ethnicity
● Caucasian
● African American
● Latino or Hispanic
● Asian
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●
●
●
●

Native American
Native Hawaiian or Pacific Islander
Two or more
I prefer not to answer

7. What is your current employment status?
● Full-time employment
● Part-time employment
● Unemployed
● Self-employed
● Homemaker
● Student
● Retired
8. How satisfied are you with the membership benefits?
● Very satisfied
● Somewhat satisfied
● Neutral
● Somewhat dissatisfied
● Very dissatisfied
9. What is the best membership benefit MOTA offers?
● Continuing Education
● Job Board
● Special Interest Groups (SIG)
● Legislative Updates
● Newsletter
● Discounts
● Opportunities to speak at events
● I’m unsure
10. How often do you use membership benefits?
● Do not use
● Was not aware of the benefits
● Infrequently
● Frequently
● Very frequently
11. How likely are you to recommend the MOTA membership to other OT
professionals and students?
● Very likely
● Somewhat likely
● Neutral
● Somewhat unlikely
● Very unlikely
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12. Are you satisfied with the frequency of communication of the MOTA?
● Very satisfied
● Somewhat satisfied
● Neutral
● Somewhat dissatisfied
● Very dissatisfied
13. How often do you attend professional development events?
● Very Frequently
●
Frequently
●
Occasionally
● Rarely
● Very Rarely
● Never
14. The professional events align with the current scope of the occupational therapy
profession and are relevant to all practice settings.
● Strongly Agree
●
Agree
● Undecided
● Disagree
● Strongly Disagree
15. The professional events align with the needs of the diverse clientele in my
current practice setting.
● Strongly Agree
●
Agree
● Undecided
● Disagree
● Strongly Disagree
16. The presenters at the professional presentations are engaging
● Strongly Agree
●
Agree
● Undecided
● Disagree
● Strongly Disagree
17. What other suggestions do you have for improving the membership experience?
(open-ended question)
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Appendix D: Continuing Education Review Tool

Continuing Education Review Template

Title

Presenter &
Credentials of
Presenter(s)

Date & Time

Video Link

Duration

Number of
Attendees

Beginning

Highlights:
Areas of Improvement:

Middle

Highlights:
Area of Improvement:
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End

Highlights:
Area of Improvement:

Key points of
presentation

MOTA CE

Does the presentation align with the template?

Template
Yes. Why?
No. What’s missing?

DEI Red

Does the presenter use inclusive language?

Flags
Does the presenter discuss anything related to DEI (SDH, BIPOC, etc.)?

69

Appendix E: Evidence Brief on Transformative Learning Theory
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Appendix F: Focus Group Questions
1. What would you say is the most difficult part of implementing a DEI program?
2. What are the long-term consequences if we ignore DEI?
3. What is your definition of inclusion? What does it mean to you?
4. What are the barriers that limit our ability to be DEI?
5. What is your definition of diversity? What does it mean to you?
6. Which DEI concepts/theories do you still struggle to comprehend?
7. What potential partnerships could MOTA form to enhance DEI initiatives within
the organization?
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Appendix G: MOTA Board Focus Group and Education Presentation
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Appendix H: Executive Summary
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Appendix I: Updates to the Continuing Education Session Application Form
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Appendix J: Final Recommendations Presentation to MOTA Board
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Appendix K: Final Poster Presentation

